Research background and motivation
Being the largest foreign exchange earning industry that Taiwan once had, the textile industry used to make a huge contribution to the economy and social structure of Taiwan. Unfortunately, international developments, such as the cancellation of textile quotas, the formation of regional integration, the emergence of upcoming countries, and the change of production conditions in the domestic textile industry have caused the downward movement of industries. The end result is that the textile industry has gradually lost its ability to employ a sizeable portion of the population, thus giving the impression of approaching "sunset". However, the textile industry is not a dying industry because of the fierce competition that still exists. The global textile market grows at about 5-6％ annually, and the textile exports of Taiwan still present competition, in spite of the emergence of China and the Southeast Asian countries. Innovation is regarded as the optimal problem-solver, and the textile industry in Taiwan is estimated to grow to 0.1 trillion NT dollars in the next five years [1] . The textile industry in Taiwan is now facing a critical time that involves strategic transformation and resumption of the industry. Expertise in such a critical time can turn risks into opportunities, and see further improvements in a booming high-value industry that faces heavy competition.
Annually, the textile industry in Taiwan is quite capable of earning more than 10 billion US dollars during the peak period. Nevertheless, with the rapid development of electronics and the science and technology industry, and with the textile industry moving overseas for production, has resulted in the foreign exchange earnings through textiles falling behind the earnings of electronic products in 2004. There are currently about 5000 textile-related factories, and about 200000 employees, annually generating more than 0.45 trillion NT dollars in Taiwan. The textile industry still makes a substantial contribution to the economic development and local employment. Chinese leadership has always been considered to be a hard style of functioning [2] . There is very little affection between supervisors and subordinates. For this labour-intensive textile industry, this relationship is regarded as a major worry. It therefore becomes one of the reasons for this study that explores the employees' perception of the textile industry. Employees in the textile industry are extremely silent workers, thus, they are likely to be forgotten by society. Some couples even work in different shifts in the three-shift system, resulting in them hardly interacting with each other. Such a situation brings up another point of interest in this study about the work perception of basic-level labourers, and how the leadership style in the industry causes the employees to devote their time to the organisation over several decades, or even their entire lifetime. The correlations between leadership style, leadership effectiveness, and employee perceptions are largely involved in this study.
with negative correlations; administrators under balance oriented and benevolence-moral leadership presented higher organizational commitment than those under authoritarian oriented leadership. Accordingly, hypothesis 1 is proposed.
H1:
Chinese paternalistic leadership and organizational commitment show positive correlations.
Fei [13] indicated in differential matrices that everyone would judge the status of others in an individual interpersonal relationship network according to the closeness of the blood relationship of others in order to identify the role relationship with others and only thereafter proceed with appropriate interaction. Chinese people particularly focus on the differences between people on their own side and outsiders. They would compare familiar ones with strangers, and that while the former are the ones on their own side, the latter are outsiders. Furthermore, in comparison with family, familiar ones are outsides, while family are the ones on their own. From the Chinese managers' perception and classification of employees, [2] considered differential matrices as the essence in the classification of Chinese business owners which contained guanxi, loyalty and talent. Guanxi refers to the blood or blood-like relationship between employees and the business owner; loyalty refers to the loyalty and unconditional obedience of employees towards the business owner; and talent referred to the competence of employees completing the objectives designated by the business owner.
Zenger [14] mentions that an organisation is generally judged by the effectiveness of the leadership and according to the performance of employees, as evaluated by the managers. However, relevant research also revealed that subordinates were capable of evaluating the leaders' performance, as the members of an organisation would have a specific style of appraisal when facing the leaders. The common indicators for measuring leadership effectiveness cover supervisor trust, team morale, team performance, satisfaction, organisational commitment and appraisal of leaders. Chinese paternalistic leadership, on the other hand, contains moral, benevolent and authoritarian features. Leadership could reflect the leadership effectiveness, as the followers expect to receive the leader's concern and care. In this case, moral and benevolent leadership, rather than authoritarian leadership, is preferred. Hypothesis 2 is therefore proposed.
H2:
Chinese paternalistic leadership and leadership effectiveness reveal positive correlations
Supervisor-Subordinate Guanxi
In Chinese society, the connection among people is known as guanxi, a form of social connection, in which the establishment of relationship between two parties is based on mutual benefits [15] . Guanxi is the relationship among objects, forces and people [16] , and a unique business practice in Pan-Asia [16, 17, 18] . In China, two most commonly used approaches are gift giving and banquets [19] .
The differences between the Chinese guanxi and Western relationship are explained from four aspects as follows: (1) In [3] , with the emphasis on the psychological process of an organisation, defined as an individual with a certain identity and investment in a specific organization. They explained it further from three different stages, including (1) believing in and accepting the organisational objective, value and management principle on the attitude, (2) willing to make efforts to achieve the organisational objective on behaviour, and (3) strongly eager to maintain the motivation of the member. It is seen that [4] regarded organisational commitment as the organisational identity of its members and the degree of investment which showed the characteristics of (1) willing to make an effort for the organisation, (2) presenting high belief and acceptance on organisational objective and value, and (3) strongly eager to retain a member of the organisation.
A lot of research and case studies on management showed that management in various regions, countries, or societies with distinct cultural values, required the coordination of the various cultures [5, 6] . From the standpoint of the Chinese people, a lot of researchers discussed the organisational style and the high-level leadership in Chinese businesses, and indicated the clear and fresh characteristic of paternity, which not only presented a clear and strong authority, but also revealed the leadership of taking care of and being concerned about the subordinates and building up good examples. Such a leadership style was easily found in family owned businesses as well as public organisations, governmental institutes, and other types of organisations. The researchers called this kind of leadership "paternalistic leadership" [7, 8] . Since such a leadership style often appears in Chinese organisations, it is named "Chinese paternalistic leadership" in this study. From past research [7, 9, 10] indicated that paternalistic leadership covered benevolent, moral and authoritarian aspects. Such an obligation and beneficiary model commonly appeared between leaders and subordinates, and existed in both overseas Chinese family owned businesses, public businesses and governmental organisations in many Asian countries.
Porter and Smith [11] started the discussion on the psychological process of organisations, and defined organisational commitment as an individual with a certain identity and investment in a specific organisation. They further explained organizational commitment as (1) believing in and accepting the organisational objective, value and management principle on the attitude, (2) willing to make the extra effort to achieve the organisational objective on behaviour, and (3) strongly eager to retain the motivation of organisational membership [3] , which were classified into value commitment, effort commitment and retention commitment. From many research results, [12] divided commitment into affective, continuance and normative. Domestic research on leadership is mainly based on Western leadership styles. For instance, the leadership behaviours were divided into initiative and concern in Ohio State University, in which two leadership behaviours appeared to have significant correlations with organisational commitment. Regarding the correlations between Chinese paternalistic leadership and organisational commitment, benevolent and moral leadership showed remarkably positive correlations with organisational commitment, while authoritarian leadership appeared of better guanxi. Hwang [19] pointed out that distinct guanxi would generate different differential correspondence and various resource (benefit) exchanges. Guanxi determines how to treat others and other relevant affairs in an interaction with others. Taormina and Gao [37] discovered the effects of guanxi behaviour, such as job satisfaction, mutual support among organisational employees, and self-attribution to success. The similar effects would appear in Taiwan, with the same cultural background, so that hypotheses 3 and 4 are proposed in this study.
H3
: Supervisor-subordinate guanxi shows moderating effects on Chinese paternalistic leadership and organizational commitment.
H4:
Supervisor-subordinate guanxi appears to have moderating effects on Chinese paternalistic leadership and leadership effectiveness.
Research Design

Research model
From the above literature review, the conceptual framework for this study is drawn (Figure 1 ).
Measurement of research variable
From [7] , the Chinese paternalistic leadership scale contains 15 questions, which are divided into benevolent, moral, and authoritarian leadership. With a Likert 5-point scale, the Cronbach's α presented 0.863. Reviewing [38, 39] , the leadership effectiveness scale included 10 questions, and the Cronbach's α showed 0.854, with a Likert 5-point scale.
Based on the 15 questions proposed by [40] , the organisational commitment scale revealed the Cronbach's α 0.916, with a Likert 7-point scale. From a review of [32] , the supervisorsubordinate guanxi scale covered five questions, and the Cronbach's α appeared 0.943, with a Likert 7-point scale.
Control variable
Several research findings showed the notable effects of gender on paternalistic leadership where males presented morality, relationship in the West is regarded as an immoral deed; however, the Chinese suppose that using guanxi for generating obligations and only people unable to complete these obligations are considered unethical [20] . (2) In form, Western relationship is exact and open, while the Chinese guanxi is more personal and private [21] . (3) In structure, the Western relationship belongs to the organisational level, while the Chinese guanxi belongs to the individual level and is not solely about the business, but it also contains the social value, such as favourable exchange [19] . (4) In interaction, the Western relationship puts emphases on fairness, and yet, the Chinese guanxi emphasizes the double returns for the mercy received from others [21] .
Aiming at Chinese-style management, the effects of Confucian culture on guanxi [22] and organisational guanxi [23] have been discussed in the past years. Guanxi exists uniquely in Chinese society, and the primary concept of guanxi has been proved in operation and management of Chinese society [24] ; particularly, the effects on organisational members' attitudes, behaviours, and interaction could not be neglected [16, 25, 26, 27] (Luo, 1997). Thus, guanxi management in Chinese-style management is considerably important [24, 28] . A lot of cross-cultural research findings showed that guanxi could affect all layers of Chinese society; especially, since guanxi was a critical factor in Chinese businesses.
Guanxi is not necessarily directly linked, in that the establishment might not actually be based on guanxi, but on mutual interests, and these are merely aids to establish an intimate relationship for final benefits. "Xin-ren" as one of the key factors in guanxi [29, 30, 31] could connect people without relative guanxi or in distinct social stages through social interaction, so that the constant social interaction could result in better affection. Close guanxi could be developed and maintained by helping the others. As a result, reliability (Xin-ren) and human feelings (Ren-qing) are the key factors in maintaining guanxi.
Supervisor-subordinate guanxi, as a research point in an organisation [32] , is generally used for discussing the morals, organisational fairness, and trust [33, 34] (Ho & KA, 2010). Past research indicates that better supervisor-subordinate guanxi could enhance affective commitment between subordinates and Chinese businesses [35] . Kiong and Kee [36] argued that mistakes could be easier forgiven and forgotten because With hierarchical regression analysis to test H3, Table 3 , supervisor-subordinate guanxi appeared as notably moderating effects on the positive correlations between moral leadership and organisational commitment (β = 0.388, p <0.001), but insignificant effects on the notably positive correlations (β = 0.018, p >0.05) between benevolent leadership and organisational commitment, while the remarkably negative correlations between authoritarian leadership and leadership effectiveness approached positive tendency (β = -0.041, p >0.05). Regarding the interactive items, the interaction between moral leadership and supervisor-subordinate guanxi, and between benevolent leadership and supervisor-subordinate guanxi, showed significantly positive correlations (β = 0.357, p <0.001; 0.481, p <0.001), while the interaction between authoritarian leadership and supervisor-subordinate guanxi appeared a higher perception of paternalistic leadership than females did on moral leadership and benevolent leadership, but not on authoritarian leadership; and age revealed remarkable effects on all these types of leaderships. Nonetheless, some research results showed opposite findings, that age did not present significant effects on leadership. Gender and age were therefore considered as the control variables in this study [41] .
Research subject
Supervisors and employees in the textile industry of Taiwan were selected as the research subjects in this study. Totally, 398 textile enterprises, including 137 textile factories, 98 dyeing and finishing factories and 153 clothing factories, were investigated. In terms of the questionnaire, Chinese paternalistic leadership scale was filled in by the supervisors, while organizational commitment, leadership effectiveness and supervisor-subordinate Guanxi scales were filled in by the subordinates.
Research result and analysis
The means, standard deviations and correlation coefficients among the focused variables are listed in Table 1 .
Regression analysis of Chinese paternalistic leadership, organisational commitment and leadership effectiveness
With hierarchical regression analysis to test H1, Law et al. [17] proposed supervisor-subordinate guanxi as a part of businesses. The empirical research on textilerelated enterprises in Taiwan also proves the critical role of supervisor-subordinate guanxi in Chinese businesses. This study further shows the negative effects of authoritarian leadership on employee commitment and perception. However, the better and closer supervisor-subordinate guanxi could reduce the negative guanxi. In other words, the Chinese guanxi, as an effective lubricant in businesses, could enhance the good perception of employees, and get rid of the harmful atmosphere in the organisation for a smooth operation of the business.
Supervisors in textile enterprises are suggested to pay attention to the work conditions of the employees, provide necessary emotional and business support, praise, and guidance. They should help prevent the employees who are lacking in experience, to adapting themselves to the workplace. The supervisors should also acquire personal orientation and satisfaction, offer educational training to help practice the professional knowledge acquired, and to solve problems at work, arrange appropriate work according to the individual's specialty, and promote a sense of achievement, so as to get a feeling of belonging and to merge one's identity with that of the organisation.
as notably negative correlations (β = -0.171, p <0.01). H3, therefore, was partially agreed. It is worth mentioning that the better supervisor-subordinate guanxi could reduce the negative guanxi between authoritarian leadership and employee commitment.
In the test of H4, the moderator enhanced the positive correlations between moral leadership and leadership effectiveness, showing that supervisor-subordinate guanxi could enhance the positive correlations (β = 0.238, p <0.001) between moral leadership and leadership effectiveness, but reduce the positive correlations (β = 0.247, p <0.01) between benevolent leadership and leadership effectiveness, while the negative correlations between authoritarian leadership and leadership effectiveness approached positive tendency (β = -0.141, p <0.05). The interaction between moral leadership and supervisor-subordinate guanxi, and between benevolent leadership and supervisor-subordinate guanxi revealed remarkably positive correlations (β = 0.282, p <0.001; β = 0.393, p <0.001) with leadership effectiveness, while the interaction between authoritarian leadership and supervisor-subordinate guanxi appeared as notably negative correlations (β = -0.199*, p <0.05). H4, therefore, was partially agreed. Similarly, the better supervisor-subordinate guanxi could reduce the negative guanxi between authoritarian leadership and leadership effectiveness.
Conclusions and suggestions
The research findings show negative correlations of authoritarian leadership and positive correlations of moral and benevolent leadership with organisational commitment and leadership effectiveness in textile industry. Moral leadership contains the behavioural qualities of making an example of oneself, and not acquiring private benefits, as well as the characteristics of providing fair treatment to all subordinates, undertaking responsibilities and being fair and 
